The purpose of this study was to test and refine a model of part-time nurse faculty intent to remain employed in the academic organization. Crosssectional survey methods were used. A total of 282 part-time nurse faculty working in colleges or universities in Ontario, Canada were invited to participate. Survey instruments and items measured demographic, workplace, nurse responses to the workplace, and external variables. Correlation, multiple regression, and mediation analyses were conducted using data from 119 participants (47.6% response rate). Of the 19 variables hypothesized to affect intent to remain employed in the academic organization, seven influenced intent to remain. The resulting model indicated that the older the part-time nurse faculty member, the lower the level of intent to remain and the more years worked in the organization, the higher the level of intent to remain. The more opportunities perceived to exist outside of the employing organization, the higher the level of intent to remain. Additionally, the more satisfied part-time nurse faculty were with their job overall, the higher their level of intent to remain. In the workplace, the more support from the leader, the more formal or informal recognition received, and the more fair work procedures were perceived to be, the higher levels of part-time nurse faculty intent to remain employed in the academic organization, mediated by job satisfaction. Although age, organizational tenure, and external career opportunities are non-modifiable variables, deans and directors can encourage part-time nurse faculty to remain employed in their academic job by focusing on enhancing overall job satisfaction. Effective strategies may include formal or informal acknowledgement of good performance, consistent verbal and behavioural support, and implementation of procedural practices, such as performance evaluations and pay raises in a fair manner.
Introduction
The shortage of nurses is widespread across all nursing roles, including nurse faculty. In Canada, the supply of faculty is a major factor affecting the country's ability to increase its educational and workforce capacity. Nurse faculty represent a small proportion of Canadian nurses. In 2015, only 3.7% of the workforce was employed in the academic sector [1] , some of whom may not work as faculty. Despite their small numbers, nurse faculty is responsible for preparing future nurse clinicians, educators, researchers, and leaders while creating and using nursing knowledge through role modeling, research, and scholarship. The shortage of nurse faculty may contribute to a reduction of nursing programs and erosion of research needed to advance practice [2] . [3] more ominously stated that the health of the population is at stake without well-prepared faculty. Along with their full-time counterparts, part-time nurse faculty play an important role in producing the nursing workforce. In the 2013-2014 academic year, 63.5% of nurse faculty working in Canadian nursing schools were part-time, up from approximately 46% in the 2010-2011 academic year [4] [5] . As post-secondary nursing programs increase their number of part-time nurse faculty, organizational efforts to promote retention behaviour should be a priority. However, little is known about what specific factors influence part-time nurse faculty retention.
Literature Review Theoretical Perspectives of Intent to Remain Employed
In recent years, more research has focused on identifying the factors that influence nurse faculty intent to remain employed (ITR) in their academic positions.
This work is timely given the shortages that continue to impact nursing schools and the profession's efforts to increase the workforce. As will be evident below, theories and research generated differ in complexity and in identification of predictor variables. Predictor variables are numerous, not tested consistently across studies or conceptualized differently. This makes comparisons challenging.
More common among theories is the proposition of ITR being a multi-stage, attitudinal, decisional, and behavioural process [6] . This perspective draws from the seminal work of [7] [8] who developed the model, Theory of Reasoned Action, for the prediction of behavioural intentions and/or actual behaviour. The behavioural component relates to the act of retention. The decisional component describes the intention to act viewed as the direct causal variable through which other variables influence actual retention behaviour [9] [10] . The attitudinal component includes, but is not limited to, job satisfaction and organizational commitment. The main premise of the theory is that behavioural intentions are the direct and most significant determinants of behaviour. Therefore, nurses who intend to remain employed in the organization are likely to remain employed [9] [11] [12] [13] [14] [15] . Several nurse faculty ITR models are briefly described below.
Candela et al.'s model. In a recent cross-sectional survey study, [16] tested their hypothesized model of ITR on 808 nurse faculty working in the US. Using structural equation modeling (SEM), several direct and indirect relationships were found to be statistically significant predictors of ITR. ITR was directly affected by nurse faculty satisfaction with work, perceptions of administration's support for faculty, perceived teaching expertise, and generational membership. Daly and Dee's model. [18] tested their model of faculty ITR on 768 full-time instructional faculty from 15 public universities in the US. Instructional faculty was defined as members of the instructional/research staff who were employed full-time and whose major regular assignment was teaching. They proposed that ITR is directly influenced by several constructs, grouped into four categories: 1) structural variables-autonomy, communication openness, distributive justice, role conflict, and workload; 2) psychological variables-job satisfaction and organizational commitment; 3) demographic variables-gender, race, marital status, academic rank, years in current institution, and years in profession, and; 4) external environment variables-job opportunity and kinship responsibility.
They also hypothesized that the structural and external environment variables indirectly predicted ITR through the psychological variables, job satisfaction and organizational commitment. Using path analysis, it was found that job satisfaction, organizational commitment, and job opportunity directly influenced faculty ITR. Autonomy, communication openness, and role conflict directly pre- 
Methods
A cross-sectional survey design was used. A faculty member was included if she/he met the following inclusion criteria: a) a registered nurse (RN); b) employed by a college or university nursing program in the Province of Ontario, Canada; c) currently employed on a part-time basis; d) has taught or will teach RN students or registered practical nursing (RPN) students within the past year or over the next year, and; e) agreed to be contacted for research inclusion purposes. Faculty were excluded if a) they were not an RN (e.g., registered practical nurse); b) they were contractually employed on a full-time basis, and; c) they were primarily employed as an administrator (e.g., dean or director). A selfreport questionnaire was mailed to the home of all eligible nurse faculty. Eligible participants were contacted up to five times over a 10-week period following methods proposed by [20] .
Three full-time nurse faculty members at the academic organization where the primary investigator was affiliated agreed to participate in a pilot feasibility test.
Minor changes were made to improve clarity of instructions and questionnaire format. The questionnaire consisted of 14 valid and reliable scales and specific individual questions about ITR, demographics, work rewards, and external career opportunities.
Confirmatory factor analysis was conducted to assess scale validity using SEM software AMOS version 18. Factor loadings were estimated using maximum likelihood estimation. Model fit was examined by assessing the model as a whole as indicated by the chi-square test, its p-value, and goodness-of-fit indices [21] . Correlation analysis and multiple linear regression were used to test relationships between hypothesized predictors and part-time nurse faculty ITR. Based on theory and previous findings, it was assumed that some independent variables are related to each other. Independent variables were entered simultaneously to identify how much unique variance in ITR each of the independent variables explains. In standard multiple regression, the portion of correlated variables that contributes to the variance in ITR is not assigned to any one independent variable. Therefore, independent variables that were highly correlated with ITR and other independent variables may appear unimportant. For this reason, both the full correlation and the unique contribution of each independent variable were considered in interpretation.
Ethics approval was obtained from the University of Toronto Health Sciences Research Ethics Board.
Findings
According to the College of Nurses of Ontario, the registering body for RNs, RPNs, and nurse practionners in Ontario, Canada, 282 part-time nurse faculty in Ontario fit the inclusion criteria based on those registered in 2011. Pre-notice letters were mailed to the home address of eligible part-time faculty. One prenotice letter was returned indicating an incorrect mailing address. Two ques-
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External Career Opportunities (-) tionnaires were undeliverable. Twenty-nine responders were ineligible. A total of 125 part-time nurse faculty who met the inclusion criteria completed the questionnaire for a response rate of 50%. Data from six responders were deleted from further analysis because of a high percentage of missing data. The final response rate was 47.6%.
Data Quality
Data were coded and entered into SPSS 20 computer software. Normality, linearity, multicollinearity, and homoscedasticity assumptions were examined.
Scatter plots of independent and dependent variables showed that age functioned curvilinearly. Therefore, age-squared was included as a predictor in regression analyses. Items included in inferential analysis with missing scores were not excessive [22] and ranged from 0.8% (n = 1) to 5.0% (n = 6). Missing values in demographic variables were imputed using pattern matching. For the independent variables, the missing completely at random (MCAR) assumption was examined using [23] 's MCAR test; missing data were missing completely at and work rewards suggested collinearity. However, all variance inflation factor statistics of the independent variables were less than 10.0, ranging from 1.16 to 2.99 [24] . Therefore, there was no evidence that the assumption of multicollinearity was violated.
Sample Characteristics
All participants were female. The average age of the sample was 53. Almost 17% worked between 0.51 and 0.75 FTEs, and the remaining 18.5% worked 0.76 or more FTEs, 10 of which said they worked the equivalent hours of 1.0 FTE. Participants that reported working 1.0 FTE may have been referring to the number of hours that they put into their job, rather than the number of hours that they were hired to work.
The majority of participants (56.3%) reported that they would not prefer a full-time position if available; 36% would choose a full-time position if available, and 7.7% were unsure. There was an almost even split between place of work-45.4% worked in a university setting and 47.9% work in a college setting. Eight individuals worked in both a college and university. These individuals were re-ferring to their employment in a collaborative nursing program, in which nursing education is jointly delivered by college and university partners with the university partner maintaining authority to issue baccalaureate nursing degrees [25] . Descriptive statistics for predictor variables are summarized in Table 1 .
Measurement Findings
Each construct measured with an established instrument was assessed for validity and reliability. Findings are summarized in Table 2 . With some exceptions, the instruments had sound psychometric properties.
When examining construct validity, the hypothesized models purported to measure the following constructs did not fit the data well: role conflict, pro- fessional growth opportunities, recognition, distributive justice, procedural justice, burnout, and organizational commitment. Once revised by correlating errors or in one case, removing an item, the models adequately reflected the corresponding construct [26] . Measurement reliability was assessed with Cronbach's alpha. A reliability coefficient of 0.70 or higher is considered acceptable [27] . The Workload Index and the Resource Adequacy sub-scale did not meet the recommended internal consistency threshold of 0.70 with Cronbach's alphas of 0.69 and 0.66, respectively.
Correlation Results
Correlation analyses were conducted to examine relationships among the de- 
Multiple Regression Results
Standard Table 3 .
Mediation Analyses
Mediation analyses were conducted to gain a better understanding of the associ- 
Discussion
The purpose of this research was to develop, test, and refine a theoretical model of the determinants of part-time nurse faculty intent to remain employed in the academic organization. Findings are discussed in terms of four key areas of findings: the effect of age and organizational tenure; the effect of external career opportunities; the effect of job satisfaction, and; the effect of leadership.
Effect of Age and Organizational Tenure on Intent to Remain Employed
The older the part-time nurse faculty, the lower her/his level of ITR in the aca- same organization but decreases when age increases. This is the first known study of nurse faculty ITR to find a reciprocal suppression effect between age and organizational tenure.
Effect of External Career Opportunities on Intent to Remain Employed
The more perceived opportunities external to the organization, the higher the level of part-time nurse faculty ITR. This finding is in contrast to previous research. [6] [18] [30] found that nurse faculty, instructional faculty of different disciplines, and acute care nurses, respectively, had lower levels of ITR if job opportunities external to their current organization were available. The difference between this study's findings and previous work may be related to the conditions of part-time nurse faculty jobs. In areas where faculty jobs offer similar compensation packages and work environments, part-time faculty may not be willing to change jobs as the benefits of staying outweigh the costs of leaving.
Comparisons between the current job and external positions may lead to the conclusion that the current position better meets personal needs and expectations which in turn increases ITR. Alternatively, part-time jobs may be unavailable. Many part-time faculty chose to work part-time, therefore, the more job opportunities, many of which are full-time, the higher the level of ITR in the 
Effect of Job Satisfaction on Intent to Remain Employed
Study findings support a large and growing body of literature that establishes the importance of job satisfaction and its influence on ITR [16] [17] [18] [31]- [44] .
In this study, job satisfaction was the strongest predictor of part-time nurse faculty ITR, similar to previous research [44] [45] [46] . The more satisfied the part-time nurse faculty is with the job, the higher the level of ITR. Job satisfaction has been found to mediate work environment characteristics, leader support, recognition, procedural justice, and ITR. This is consistent with theory and 
Effect of Leadership on Intent to Remain Employed
Research into the effects of leadership behaviour on employees' intentions and behaviours to stay or leave their job is considerable [6] Leader behaviours perceived as supportive produce higher levels of job satisfaction, which in turn, increase the level of ITR. Similarly, [16] found that nurse faculty's perceptions of administrator's support for faculty impacted faculty satisfaction with work and ITR. In several studies, it was found that supportive leader behaviours enhance job satisfaction [31] 
Effect of Recognition on Intent to Remain Employed
Acknowledging part-time nurse faculty's work-related performances or accomplishments leads to high levels of ITR. This relationship was mediated by job satisfaction. Part-time nurse faculty who are recognized for their efforts and performance are more satisfied with their job, in turn, increasing ITR. Research supports the finding of a significant relationship between recognition and ITR [15] [30] [58] . It should be noted that these studies did not examine a causal order in which higher levels of perceived recognition enhances ITR through job satisfaction, which is suggested by this study's findings. Similar to this study, [58] found positive correlations between ITR and two kinds of recognitionrecognition for outstanding performance and recognition for achievements. [15] took a different approach in measuring recognition. Their use of one item to assess satisfaction with recognition combines the two constructs. As a result, nurses evaluated the state of recognition and their satisfaction with it simultaneously. [15] 's finding may support the theory that job satisfaction is the result of one's evaluation of the work environment, supporting the causal order that recognition impacts job satisfaction, which predicts ITR. Study findings also support theoretical frameworks of nurse ITR. For instance, [59] hypothesized that praise and recognition affects clinical nurses' ITR, mediated by job satisfac-tion.
Effect of Procedural Justice on Intent to Remain Employed
Study findings suggest that when part-time nurse faculty perceives fairness is used in policy and procedural decisions, they have an increased ITR in their academic job. Similar to leader support and recognition, the relationship between procedural justices and ITR is indirect, mediated by job satisfaction.
Therefore, higher levels of perceived procedural justice enhance feelings of job satisfaction, in turn, increasing the level ITR. Consistent with this study's findings, [60] found that levels of procedural justice in a sample of accounting faculty, predicted ITR. In contrast, [16] did not find that perceived equity and fairness of the promotion and tenure process predicted satisfaction with work and ITR. Differences in findings may be due to differences in the measurement of procedural justice. In general, scholars contend that employees focus on the idea of fairness expressed by the organization [60] . Fair organizational practices communicate to employees that they are valued members of the organization.
Study Limitations
The sample size of 119 part-time nurse faculty is small relative to the number of 
Study Implications
Deans and directors of schools of nursing are important for influencing parttime nurse faculty job satisfaction and ITR. Recognizing and acknowledging part-time nurse faculty for their achievements and performances demonstrates that the leader appreciates the employee's efforts and accomplishments thus contributing to job satisfaction. Recognition may be especially vital for part-time nurse faculty as they are not as engaged in daily organizational activities and relationships with colleagues and management because of working fewer hours.
This relative detachment from their employer could lead to feelings of isolation and dissatisfaction without consistent and positive acknowledgement of efforts.
Part-time nurse faculty evaluate the degree of fairness displayed by their leaders in decision-making during organizational procedures which affects the employee's job satisfaction. Unlike distributive justice, procedural justice is about fairness not outcomes (e.g., pay, performance evaluations, promotions), suggesting that a fair process has a symbolic aspect not related to outcomes [60] .
The use of fair procedures may convey to part-time nurse faculty that they are considered esteemed expert nurses whose background, experiences, and personality fit well in the nursing school. Establishing and implementing fair and consistent decision-making procedures may be more important to part-time nurse faculty who are not as involved in or aware of daily organizational activities.
Deans and directors can cultivate procedural justice by providing fair interpersonal treatment of employees and by being transparent about organizational decisions [62] .
One challenge that deans and directors may face is the reality that part-time • Establish regular contact (e.g., bi-weekly) with part-time nurse faculty via email or phone apart from regular emails/phone calls about departmental operations; • Create a monthly forum for part-time staff and the leader to meet faceto-face. The purpose may be for the leader to provide an update of the operations, praise reports, opportunities in the department (e.g., research, training, conferences, etc.), and for part-time faculty to address concerns and provide feedback. Remote online access (e.g., Skype) should be available for part-time faculty to participate; • Develop a departmental orientation for newly-hired part-time staff. In addition to the usual information provided (e.g., benefits, resources available), include detailed information about procedures such as performance evaluation, curriculum development, and professional development opportunities.
Part-time nurse faculty also play an important role in the quality of the leaderemployee relationship. Their degree of involvement in organizational life may contribute to feelings of disconnect from daily operations, colleagues, and work culture. Therefore, it is important for part-time nurse faculty to communicate their expectations of the leader and procedures that may affect their role (e.g., performance evaluations, course assignment, and curriculum development).
Recognition, whether formal or informal, serves as a compass for part-time nurse faculty as it provides concrete information about the degree to which her/ his efforts align with the leader's and departmental expectations. The important point is that part-time nurse faculty can initiate dialogue with their leader rather than always expecting their leader to initiate the conversation.
Future Research
Four areas of future research are suggested. First, the revised model can be tested using SEM. The causal model has the characteristics appropriate for the SEM approach (i.e., direct and indirect effects, and causal sequences amongst constructs). Second, should researchers choose to examine relationships between constructs from the original model and ITR, the workload and resource adequacy instruments should be improved. Results from confirmatory factor analysis indicate that not all aspects of particular study constructs (i.e., role conflict, professional growth opportunities, recognition, distributive justice, procedural justice, burnout, and organizational commitment) are being captured by the instruments. Improving the measurement of these constructs may increase the percentage of explained variance in ITR. Third, a longitudinal study should be conducted to test the hypothesized causal relationships found in this study to provide stronger evidence of the causal ordering of constructs [50] . Fourth, research using an interventional quasi-experimental design may provide more practical and concrete evidence for nursing administration.
Conclusions
This study provides new knowledge about the determinants of part-time nurse faculty intent to remain employed in academia. However, there is more to learn about this population of faculty. The number of variables that were found to be non-significant suggests that the ITR phenomena specific to part-time nurse faculty are complex requiring new research. The study of work motivation is one potential area. Part-time nurse faculty may be intrinsically motivated and seek enjoyment, interest, self-expression, satisfaction of curiosity, or personal challenge in their work [63] . Some work has been done in this area [64] .
We have new insights into a relatively unexamined challenge that is useful for leadership in nursing college and university programs. Part-time nurse faculty are an important part of the nursing education system. It is important that qualified part-time nurse faculty are retained to help manage the current and predicted shortages of nurses. This study provides some answers about the factors that can encourage part-time nurse faculty to remain in the education system.
